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What are the Benefits of Mentorship Relationships? 
Abstract 
Implementing a mentorship program provides employees a way to develop their skills and create 
connections within the company. This is a way companies can use their employees to develop and train 
others without having to bring in outside sources to perform a function that a mentor can do. Mentorship 
is a developmental relationship that involves at least two individuals that have different status and skills. 
The mentor has a higher status than the protégé who is looking for assistance. The mentor, due to 
experience, is expected to provide professional help that includes coaching, protection, exposure and 
project completion to name a few. 
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Alana Cunningham—March 18, 2016—Executive Summary 
What are the benefits of a mentorship relationships? What are the best practices for creating a robust mentoring 
culture in a global, matrixed company? What are the best ways to match those who want mentoring to an 
appropriate mentor? 
Implementing a mentorship program provides employees a way to develop their skills and create connections 
within the company.  This is a way companies can use their employees to develop and train others without having 
to bring in outside sources to perform a function that a mentor can do.  Mentorship is a developmental 
relationship that involves at least two individuals that have different status and skills. The mentor has a higher 
status than the protégé who is looking for assistance. The mentor, due to experience, is expected to provide 
professional help that includes coaching, protection, exposure and project completion to name a few.1 
Improve Company Culture 
Roles of the mentor and protégé should be clearly identified to create a culture that is both supportive and 
collaborative.  This culture is likely to be reached if a mentorship program is implemented successfully and all 
individuals take his or her role seriously.2  
Protection and Inclusion of Less Experienced Workers 
Mentors can act as protectors to the protégés.  The protégés can have someone in their corner if they are having a 
negative experience.  Mentors help protégés expand beyond what they thought was possible at the company. 
Difficult projects increase on-the-job learning, and protégés will feel more confident to perform the more difficult 
tasks if they have someone supporting them.3 
Recruiting, Retaining and Developing Employees- Specifically Millennials 
Mentoring can help attract employees, specifically millennials to a company.  Millennials crave a mentorship 
program; two thirds of millennials responded in a survey that they want a mentor. By 2020, millennials will be 46 
percent of all US workers.4 Millennials are seeking to develop their skills and feel as if their job is rewarding and 
productive. With the many different types of mentoring, it is important to ask millennials which type they want in 
order to secure their interest in the program and have them interested in staying.5 
Retain Women and Minorities 
Women who have achieved promotions dedicate their success to excellent mentors.  Mentorship partnerships 
between men and women could break down the barrier that may exist in the workplace. Women are likely to stay 
in the company and rise up the ranks if they have a helpful mentor.6 Minorities who are mentored tend to feel 
more included than they normally would in a company.  Inclusion can have people feel more committed to the 
company, and want to stay longer.4 
1. Set Objectives and Determine Structure
Set Objectives 
When beginning a mentorship program, a company should identify the target that will address specific company 
needs.  There should be a committee set to regularly assess progress of the program once implemented. The 
program should have a time period with periodic goals.4  
FINAL QUESTION 
MENTORSHIP AND ITS BENEFITS 
STEPS TO IMPLEMENT MENTORSHIP PROGRAMS 
Determine Structure 
The mentorship relationship can form either formally, through the company’s agenda, or informally, by the 
individuals or through circumstance.1 Mentoring can go several different ways depending on the formality of the 
relationship and the length intended for this relationship.  There is highly structured- short term, highly structured-
long term, informal-short term, and informal-long term.7 (Appendix 1) 
2. Prepare for the Launch and Train Participants 
Prepare the Launch 
Communication is vital in order for a successful mentorship program to be implemented.  There needs to be buy 
in from top executives and the rest of the company. Everyone in the company should understand the goals of the 
program being implemented.4 
Train Participants 
Both mentors and protégés should receive formal training before being able to begin this process. For all those 
interested, there should be a classroom-style setting for training under a mentoring expert.  During this time, both 
parties should identify goals, link them to the organization, decide a timeline and practice giving and receiving 
feedback.4 
3. Match Mentors to Protégés  
There are several different ways to match protégés to their mentors.  There could be a questionnaire and an 
interview process for all people looking to be matched.  Both parties should fill out what they hope to obtain or 
offer from this relationship.  The mentor and protégé should be given options for a partner and allowed to make 
the final decision.4 
It is very important that people are paired with a person who can benefit from this relationship.  Both parties 
should feel as if the relationship is enriching their lives whether it be professionally or ethically.  The better 
matching there is, the more likely the mentor/ protégé would perceive the relationship to be of quality.  People 
who volunteer in programs voluntarily are more likely to give positive feedback on the relationship. People who 
are geographically closer and in the same department report a higher quality of mentorship.8 
Not only is it important to match people by industry, personalities also matter in order to have a successful 
mentorship relationship. Informal mentorships are often productive because people who get along usually work 
well together.  If these people are put together by personality traits that are shown up in surveys, this matching 
process should be successful. This relationship should inspire the protégés to accomplish more work that will help 
not only the company, but his or her own career.3 
4. Evaluate Program Progress and Effectiveness  
There should be both qualitative and quantitative measures to show the program’s effectiveness.  Time to 
proficiency can be measured compared to people who did not participate in the mentorship program. It is 
important to give senior leaders feedback on the program’s process.4 
Mentorship programs, when done correctly have several benefits that help not only the mentor and protégé, but 
can also aid the company. There are different types of mentorship relationships that could be successful. It is 
dependent on how much assistance the protégé wants and what amount of time both parties are willing to put into 
the relationship.  It is important to implement successfully and thoroughly because poorly run mentorship 
programs have been shown to give employees more stress and increase their likelihood of leaving the company.3 
 
CONCLUSION 
Appendix 1 
Variety of Mentoring Relationships- Modified from Gordon Shae-How to Develop Successful Mentor Behaviors 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1. Highly Structured,-Short Term 
The relationship is formally 
established for an introductory or 
short period, often to meet specific 
organization objectives.  For 
example, a new employee may be 
paired with a senior person for 
company orientation. 
2. Highly Structured- Long Term 
Often used for succession planning, 
this relationship involves grooming 
someone to take over a departing 
person’s job or function or to 
master a craft. 
3. Informal- Short Term 
This type of off-the-cuff 
mentoring ranges from one-
shot or spontaneous help to 
occasional or as-needed 
counseling.  There may be no 
ongoing relationship.  This 
type of intervention is often 
thought through and heavily 
change oriented. 
4. Informal, Long Term 
“Friendship mentoring” 
consists of being available as 
needed to discuss problems, 
to listen, or to share special 
knowledge 
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